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Code Posting/Information Per Factories Act, 1948, all relevant 
labor laws should be posted in factory 
premises.
FLA Principle of Monitoring, Obligation of 
Companies: Establish and articulate clear, written 
workplace standards.  Formally convey those standards 
to company factories as well as to licensees, contractors 
and suppliers. 
Code posting for FLA brands was insufficient. 
Code posting was seen only in the canteen 
area. 
visual observation, 
management interviews
Additional posters will be displayed in the factory. 9/1/2006 The purpose of displaying buyers' Code of Conduct (COC) in 
canteen area is to ensure that all employees who visit canteen 
area during their lunch hours have easy access to them, as well 
as time to read and comprehend their contents, and even 
discuss them with their peer group. As our facility is a multi-
product factory, displaying all COCs in one place along with the 
formal displays of statutory forms is not a viable situation. 
However, based on observations made by FLA auditors, we will 
also display some more posters in the working place. 
07/03/2007, 
07/04/2007
Improvement verified through auditor observations. Completed
Worker/Management 
Awareness of Code
FLA Principle of Monitoring, Obligation of 
Companies: Ensure that all company factories as well 
as contractors and suppliers inform their employees 
about the workplace standards orally and through the 
posting of standards in a prominent place (in the local 
languages spoken by employees and managers) and 
undertake other efforts to educate employees about the 
standards on a regular basis.
There was no training given by companies to 
factory management or workers about code 
obligations.
management interviews Implement additional trainings to ensure all 
workers are knowledgeable of the code elements.
10/1/2006 We provided a training program for all employees and factory 
management on major buyers' COCs on 5/23/2006. In fact, 
documentation on this was shown to FLA auditors. Since the 
education level of a majority of employees is low, they are not 
familiar about specific buyers' COCs, but they are aware of the 
terms and principles of different buyers. 
07/03/2007, 
07/04/2007
Comprehensive induction training – and re-orientation 
training during lean season, June-August, is underway. 
While such training mentions names of different brands, the 
discussions are on the substance.
Ongoing
Confidential Noncompliance 
Reporting Channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure communications channel, 
in a manner appropriate to the culture and situation, to 
enable Company employees and employees of 
contractors and suppliers to report to the Company on 
noncompliance with the workplace standards, with 
security that they shall not be punished or prejudiced for 
doing so. 
No secure communications channel to report to 
Liz Claiborne (LCI) on noncompliance with 
workplace standards was available.
visual observation, 
management interviews
This will be implemented immediately. 10/1/2006 Completed
Other (Company Obligation to 
Provide Remediation Plan and 
Have an Internal Monitoring 
System) 
Phillips Van Heusen (PVH) conducted an audit 
5/15/2006, LCI conducted an audit in August 
2005. No information furnished on remediation 
action taken for noncompliances after 
completion of internal audit.
management interviews This has been furnished by the factory to the PC. 10/1/2006 Completed
Childcare Facilities Childcare facilities will not physically overlap with 
production areas; children will not have access to 
production areas.
Factory has collaborated with 
a local school to provide free 
education to children of the 
needy workers.
Verbal Abuse Employers will prohibit screaming, threatening, or 
demeaning verbal language.
Although they were given training by 
management and the local NGO, supervisors 
were seen instructing workers in raised tones. 
visual observation, 
worker interviews
Implement a system to ensure supervisors are 
trained in the practice of addressing workers with 
respect and in a civil tone.
All shop floor personnel have been trained by an NGO and 
management on gender sensitization issues. At times, in spite of 
repeated instructions, training, and guidance, if 1 worker defaults 
in a relay system, the entire line gets affected on such an extreme 
situation. As a sudden impulsive behavior, supervisor may have 
lost his patience and as a natural outburst talked loudly, but we 
are very sure that no harsh words are used. In fact, in this case, 
the supervisor who was found instructing in raised tones, is a 
very employee-oriented person and commands respect and 
affection of employees in his team. However, based on auditors' 
remarks, we have counseled him to take care of his tone and 
build up resistance, even against those tormenting 
employees/situations and to refrain from loud talking. Care and 
caution is taken to ensure that this will not repeat in future.
07/03/2007, 
07/04/2007
HR department arranged and provided training for 
supervisors.  Records of training seen. Additionally, written 
undertaking from supervisory staff, pledging to refrain from 
any abusive behavior also seen (latter dated 06/27/2007). 
Workers interviewed were also aware of such training and 
reported being treated well by supervisors. None of the 
interviewees could recall any instance of abusive behavior. 
Verified through observation and workers' interviews.
Completed and 
ongoing
Other (Internal Grievance 
Procedure) 
Committees appointed to address workers' 
grievances were not very effective. For 
example, workers felt that for workers who have 
been employed for many years in the same 
factory, some incentive or increment should be 
provided based on the number of years they 
have put in the same factory/role. However, this 
sentiment was not captured by the committee; 
therefore, it was not communicated to 
management. 
worker interviews with 
committees, 
management interview 
Committees of workers are non-functional and 
ineffective. Some committee members were not 
aware of the names of other members or of issues 
that were recorded in the latest meeting minutes.
9/1/2006 Since there was some attrition in committee members, we have 
taken new members and reformed the committee. Each 
committee proceeding will be held separately. Hence, 1 
committee member might not be aware of other committee 
members or minutes discussed in the other committee. However, 
within committee, they are aware of names and members. It is 
our endeavor to restrengthen the committee; we will redress this 
issue on a war footing. As already explained in point number 12, 
we reiterate that time is the only constraining factor. We solicit 
our business associates to kindly guide us and help us to combat 
the same.  
07/03/2007, 
07/04/2007
Badges are worn by different committee members. 
Additionally, photos of members of different committees 
seen displayed on notice board. Workers interviewed were 
able to name committee reps from their sections and issues 
discussed in the committee. Verified through observation 
and workers' interviews.
Completed
Other (Internal Grievance 
Procedure) 
Workers said if they have any problems they 
would communicate it to the supervisor. 
However, in the case that the supervisor does 
not respond, they then do not know who to 
approach. The welfare officer is new and 
workers are not familiar with her.
worker and management 
interviews
Workers are not familiarized with the factory's 
welfare officer.
9/1/2006 Will ensure workers are familiar with the factory's welfare officer. 07/03/2007, 
07/04/2007
Workers now have knowledge of the factory's welfare 
officer. Verified through workers' interviews.
Completed
Other (NGO Collaboration) Factory has collaborated with 
a local NGO to provide 
counseling to female workers, 
especially to deal with the 
issues that arise due to the 
social problems existing in 
this section of society. 
Fire Safety: Health and Safety 
Legal Compliance
Employer will comply with applicable health and safety 
laws and regulations. In any case where laws and code of 
conduct are contradictory, the higher standards will 
apply. The factory will possess all legally required 
permits.
Fire Safety Permit not available on site. 
Management said that they had approached the 
fire department to issue the permit. However, 
department declined, saying that they issue 
permits only to new buildings, not old ones. No 
such communication between fire department 
and management shown to auditors. 
record review, 
management interview
Factory does not have Fire Safety Permit for 
factory building.
9/1/2006 Per auditor's advice,, we have applied for Fire Safety Permit from 
fire department. Once permit is obtained, the same will be 
communicated to your good self.
07/03/2007, 
07/04/2007
Factory has “stability certificate.” A separate fire permit is 
not currently required for factories in [State name] that have 
stability certificate. Since factory's stability certificate is from 
2004 and predates exemption of requirement for a fire 
department permit, factory had made applications to chief 
fire officer. Applications dated 8/3/2006 and 6/23/2007 seen. 
Completed and 
ongoing
Document Maintenance/ 
Accessibility
All documents required to be available to workers and 
management by applicable laws (such as policies, 
material safety data sheets (MSDS), etc.) shall be made 
available in the prescribed manner and in the local 
language or language spoken by majority of the workers 
if different from the local language.
Thermosol used as a fuel additive. Though 
container marked dangerous, there was no 
MSDS sheet available at usage site. 
Management said the chemical was not 
hazardous, but that can was marked 
dangerous, to deter unauthorized persons from 
using it.
visual inspection, 
management interview
MSDS for Thermosol, a hazardous chemical used 
as a fuel additive, is not kept on file in local 
language and not made accessible to all 
employees, although container is marked 
“dangerous."
9/1/2006 This will be available upon request. 07/03/2007, 
07/04/2007
Use of thermosol not seen. Factory declared that use of this 
engine lubricant was discontinued since auditors objected to 
its use. Verified through auditor observation.
Completed 
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or 
verbal harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, 
termination or retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or 
social or ethnic origin.
RemediationIEM Findings
1. Code Awareness
3. Child Labor
2. Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise.
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger 
than the age for completing compulsory education in the country of manufacture where such age is higher than 15.
4. Harassment or Abuse
5. Nondiscrimination
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked 
with, or occurring in the course of work or as a result of the operation of employer facilities.
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RemediationIEM Findings
Machinery Maintenance Per Factories Act, 1948, all machinery 
and equipment need to be properly 
guarded.
All production machinery and equipment shall be 
maintained, properly guarded, and operated in a safe 
manner.
On some machines, pulley guards were 
missing.
visual inspection Pulley guards not provided in the sewing 
machines.
9/1/2006 Now we have affixed pulley guards wherever they were missing; 
this will be monitored without any deviation.
07/03/2007, 
07/04/2007
Pulley guards have been installed. Verified through auditor 
observation.
Completed 
Other Workers, nurse, and management are not 
aware of the doctor's visiting days. 
worker, nurse and 
management interviews
Factory does not have a permanent doctor 
appointed for factory. 
9/1/2006 Doctor has been appointed at factory and visiting factory on a 
routine basis. We fail to understand and accept this remark that 
even the nurse and management are not aware of doctors' 
visiting days. If this comment is made from a workers' 
perspective, there may have been a few workers who might have 
not have visited the medical officer; hence, they may not be 
aware of the medical officer's visiting hours and days. However, 
medical records available in ambulance room are self-
explanatory. Awareness is again given to employees regarding 
the medical officers' visiting hours and days, for them to make 
use of the medical facility by workers.    
07/03/2007, 
07/04/2007
A new doctor [Doctor's name] assigned to [Factory name] 
visits factory twice a week. This doctor is assigned to 
different units of this group and schedules visits. A nurse is 
in full-time attendance on the premises. Verified by the 
auditor.
Completed
Other Committees are non-functional and ineffective 
and on paper. Some of committee members 
were not aware of the names of other members 
or issues that were recorded in the latest 
meeting minutes.
committee member 
interviews
Committees of workers are non-functional and 
ineffective. Some committee members were not 
aware of the names of other members or of issues 
that were recorded in the latest meeting minutes.
9/1/2006 Since there was some attrition in committee members, we have 
taken new members and reformed the committee. Each 
committee proceeding will be held separately. Hence, 1 
committee member might not be aware of other committee 
members or minutes discussed in the other committee. However, 
within committee, they are aware of names and members. It is 
our endeavor to restrengthen the committee; we will redress this 
issue on a war footing. As already explained in point number 12, 
we reiterate that time is the only constraining factor. We solicit 
our business associates to kindly guide us and help us to combat 
the same.  
07/03/2007, 
07/04/2007
Badges are worn by different committee members. 
Additionally, photos of members of different committees 
seen displayed on notice board. Workers interviewed were 
able to name committee reps from their sections and issues 
discussed in the committee. Verified through observation 
and workers' interviews.
Completed
Other Though [NGO's name] has a trade 
union wing for garment workers 
and has conducted training 
programs at factory's HQ, most 
management representatives 
unaware of [Trade Union name]. 
Union members said they mobilize 
workers in their residential areas 
and have not approached any 
factory to form the union. 
union member and 
management interviews
Ensure management is aware of the trade unions. 9/1/2006 Management representatives at factory are well aware of the 
[Trade union name]. Since we do not have a trade union in our 
facility, and as [NGO name] is working with us as an NGO and a 
partner in bringing gender sensitization amongst all male 
superiors, question of factory representatives' awareness of trade 
union wing within this NGO has no relevance to factories' social 
compliance stature. 
07/03/2007, 
07/04/2007
Vendor explained that [NGO name] is an NGO which had, in 
the past, provided gender sensitization training for 
supervisors from different factories of this group. Verified by 
auditor.
Completed
Time-Recording System Time worked by all employees, regardless of 
compensation system, will be documented by time cards 
or other accurate and reliable recording systems such as 
electronic swipe cards.
Time recording system for workers from 
subcontracting agencies, such as canteen, 
housekeeping, etc., maintained manually.
visual observation, 
record review
Factory gives benefits such 
as ESIC and PF to workers 
who are in training or on 
probation.
Implement a system to ensure workers' personnel 
records are kept up to date.
It is our endeavor to create all records in electronic form, as we 
are labor intensive and volatile population. Maintaining manual 
records is laborious and can warrant clerical mistakes, 
Increments sanctioned to employees during last week of April 
2006; all increment details updated in system in electronic 
format. Personnel files created in past with manual columns; we 
only update them on the basis of priority of work, not as a 
mandatory requirement for paucity of time and labor. However, 
all relevant details are available in electronic form.
07/03/2007, 
07/04/2007
Electronic records routinely maintained by factory. Hard 
copies of employee records and personnel files for workers 
have been created. Verified by auditor through review of 
relevant documentation.
Completed
Other Personnel records not regularly updated. 
Records of  increments given to workers were 
not up to date. Personnel record of a resigned 
employee maintained along with current 
employee records; it did not indicate that worker 
had resigned from job and was paid the 
pending dues. 
record review, 
management interview
Implement a system to ensure workers' personnel 
records are kept up to date.
9/1/2006 It is our endeavor to create all records in electronic form, as we 
are labor intensive and volatile population. Maintaining manual 
records is laborious and can warrant clerical mistakes, 
Increments sanctioned to employees during last week of April 
2006; all increment details updated in system in electronic 
format. Personnel files created in past with manual columns; we 
only update them on the basis of priority of work, not as a 
mandatory requirement for paucity of time and labor. However, 
all relevant details are available in electronic form.
07/03/2007, 
07/04/2007
Electronic records routinely maintained by factory. Hard 
copies of employee records and personnel files for workers 
have been created. Verified by auditor through review of 
relevant documentation.
Completed
Forced Overtime Per Factories Act, 1948, worker 
should have at least 1 whole day off in 
a working week. If worker needs to 
work on weekly day off, permission is 
to be sought from the office of the 
inspector; this is to be displayed on 
the notice board of the factory. 
Under extraordinary business circumstances, employers 
will make extensive efforts to secure voluntary overtime 
work prior to mandating involuntary overtime.
Workers  indicated that Sunday 
working policy was not clearly 
understood by workers. 
It could not be corroborated, 
since records provided by 
management did not show 
Sunday work. Sunday work 
policy mentioned in the 
standing order and workers' 
handbook, which is in local 
language.
worker interviews Implement additional training to ensure workers 
are aware of the Sunday policy.
9/1/2006 We have been training our employees on this policy, along with 
the induction program and they are well aware of the same in 
their own comprehension levels. Some employees may not have 
understood auditors' question. If we make an employee work a 
single hour extra, they know their calculation. Any shortfall is 
immediately reported, but each one has their unique way of 
remembering this calculation and putting forth this to us. 
However, we will once again reorient and even put 
boards/notices to reinforce the same. Practically, no employee 
will work on a rest day without a substitute off; all of them at least 
know and demand that if they work on Sunday they will get an 
alternate holiday.
07/03/2007, 
07/04/2007
Records of orientation provided by factory on April 3, May 
26 and June 23 were reviewed.  These speak of 
compensatory day off for working Sundays; Text of a draft 
handbook for workers – slated for distribution later in the 
year - also includes work policy for Sunday.  Synopsis of this 
is posted on factory notice board.  Workers interviewed 
confirmed understanding and practice of compensatory day 
off for Sundays worked under extraordinary circumstances.  
Completed
Voluntary OT Overtime hours worked in excess of code standard will 
be voluntary.
There are no records maintained 
to show that OT is voluntary.
record review There are no records maintained to show that the 
OT is voluntary. 
9/1/2006 Management has drawn a policy on overtime; all overtime work 
carried out based on policy framed. In fact, this policy is also 
displayed on  company’s notice board both in English and the 
local language. This policy is framed in conjunction with local 
law. Also, management has Certified Standing Orders, wherein 
that overtime is voluntary is clearly mentioned. This is approved 
by the Labor Commissioner and also communicated to 
employees and displayed on notice board in both local language 
and English. Additionally, a board to this effect: "Overtime is not 
compulsory, it is voluntary” is also displayed in several places in 
the work area, both in local language and in English. Apart from 
this, every employee as a part of their joining formality, is made 
aware of this policy along with forced labor, non-discrimination, 
OT, etc. A letter to this effect is obtained from every individual 
employee, which is filed in their personnel files.  
07/03/2007, 
07/04/2007
Overtime policy framed in October of 2006 and put up on 
factory notice board at entrance and canteen. Additionally, 
posting declaring overtime being voluntary was seen at 
different points on production floors and stairways. 
Interviews with workers confirmed that, while relatively rare, 
overtime is voluntary and that workers have declined to do 
overtime.  
Completed
Accurate Recording of OT 
Hours Worked
Employees will be paid for all hours worked in a 
workweek.  Calculation of hours worked must include all 
time that the employer allows or requires the worker to 
work.
Working hours for workers from contracting 
agencies are maintained manually. Record 
review showed that there was no overtime, but 
that these are manual records. Management 
said that no overtime is done by workers from 
contract agencies. However, some workers 
from these agencies (housekeeping) mentioned 
that they did overtime for 1 hour the day before 
any auditors arrived and that they were not 
compensated for the extra hours. 
worker interviews Factory does not have a reliable and effective time 
recording system in place. Time recording system 
for workers from subcontracting agencies, such as 
canteen, housekeeping, etc., maintained manually. 
Hence, wages, benefits, overtime hours and 
cannot be verified.
9/1/2006 Since the attrition level of outsourced employees (i.e., canteen, 
housekeeping and security employees) is very high, they were 
recording their attendance by way of signing in a register meant 
for the purpose and payments were made accordingly. Per your 
requirement from August 1, 2006, all outsourced employees have 
started recording their attendance by way of swiping card. 
However, we would like to categorically place on record that just 
the mere fact that attendance is not electronically maintained 
does not indicate that the system is unreliable; in this case, times 
in and out are written and signatures of employees obtained. As 
management, even we like to make due payments to employees 
based on actual attendance. Moreover, since these are contract 
employees, we also pay reliever charges, thus, we demand and 
ensure that contractor does the due diligence of supplying 
required manpower. 
07/03/2007, 
07/04/2007
Since October 2006, electronic punch cards (same as 
workers) [are] used by outsourced canteen and 
housekeeping workers and security guards. From 
interviews with workers and observation during visit, 
observed that attendance cards are punched in by 
individual workers.  
Completed
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at 
least the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally 
mandated benefits.
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours 
per week and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture 
or, where the laws of such country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; 
and (ii) be entitled to at least one day off in every seven day period.
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium 
rate as is legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least 
equal to their regular hourly compensation rate.
10. Overtime Compensation
8. Wages and Benefits
9. Hours of Work
7. Freedom of Association and Collective Bargaining
Employers will recognize and respect the right of employees to freedom of association and collective bargaining.
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